ncentives for hard work. Finally, managers
n inability to give performance its due weight
:riterion in reduction-in-force situations.
ill of this analysis, the Naval Ocean Systems
the Naval Weapons Center proposed a joint
m project. The Office of Personnel Manage-
y recognized its potential value and approved it
;uch experiment under the reform act. Specifi-
-oject provided for;
ilified, more flexible position classification

ined procedures for the movement of employ-
classification levels under a concept known as

irmance appraisal system that links perform-

mpensation.

anded application of the merit pay concept for

sory and nonsupervisory personnel at all grade

(basis on performance as a primary criterion in
i force.

suspended penalties in certain adverse actions
i behavioral changes.

nticipated benefits were increased recruitment
iplified personnel processes, a more direct and
elation between pay and performance, lower
quality performers and increased turnover of
ners, and greater organizational effectiveness,
expectation was that this approach to person-
: management would prove adaptable across
i of federal organizations.

was

if the reform act establishes certain limitations
ration projects; these include a five-year term
ig of 5,000 employees. Last year, however,
tended the demo project to 1990 and lifted the
mitalion. Scientists, engineers, and all other
ugh GS-15 personnel entered the project in
Eligible personnel at grades 12 and below
rious points in 1981 and 1982.
laths and pay bands, Both centers have
various occupations represented in their work
ireer paths and broad pay bands. Represented
wing career paths, each an exclusive competi-
r reduction-in-force purposes; demonstration
(DP), which includes all scientists, engineers,
irofessionals from other career paths; adminis-
), which includes all professional administra-
i personnelists and budget analysts; technical
i includes such positions as engineering techni-
lotqgraphers; technical specialist (DS), which
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Mary Wintch, personnel management
advisor at NWC, on the benefits of a
simpler classification system: "It is a
tremendous relief not to have to do the
normal classification process. From my
perspective, it's a little bit more difficult to
get a handle on position management
because that is pretty much left up to the
line managers. But the overall payoff in
releasing time to work on more critical
things is a good trade-off."

includes positions in such areas as intelligence, computers,
and facility management; and at NOSC, clerical/assistant
(DG). Within a path, the 18 general-schedule grades are
grouped into pay bands, each of which incorporates at
least two grades (see Figure I, p. 32). For instance, the
professional level III pay band includes the salary range of
GS-12, step 1, through GS-I3, step 10, and comprises 24
increments, each roughly equal to 1.5 percent of the dif-
ference between the lowest and highest salaries in the pay
band.

Ground rules for the project set a minimum time-in-
level requirement of one year between pay levels. Yet
while the flexibility for rapid advancement is there, neither
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31 appraisal process, with its
